ABSTRACT
INTRODUCTION
Finding a suitable balance between work and daily living is a challenge that all workers face. Families are particularly affected. Some couples would like to have (more) children, but do not see how they could afibrd to stop working. Other parents are happy with the number of children in their family, but would like to work more. This is a challenge to governments because if parents cannot achieve their desired work/life balance, not only is their welfare lowered but so is development in the country.
The distribution of tasks within the family is still influenced by gender roles: men are more likely to spend more hours in paid work, while women spend longer hours in unpaid domestic work. While on average men spend 141 minutes per day doing impaid work, women spend 273 minutes per day cooking, cleaning or caring. This average ditterence, approximately 2.3 hours per day, conceals many disparities among countries. For instance Turkish and Mexican women spend approximately 4.3 hours more than men working on domestic chores.
An important aspect of work-life balance is the amount of time a person spends at work. Evidence suggests that long work hours may impair personal health, jeopardize safety and increase stress. Furthermore, the more people work, the less time they have to spend on other activities, such as personal care or leisure. The amount and quality of leisure time is important for people's overall well-being, and can bring additional physical and mental health benefits.
Emotional Intelligence is a set of qualities and competencies that captures a broad collection of individual skills and dispositions, usually referred to as soft skills or inter and intra-personal skills, that are outside the traditional areas of specific knowledge, general intelligence and technical or professional skills. Emotions are an intrinsic part of our biological makeup and every morning they march into the office with us and influence our behaviour.
Emotional intelligence consists of five factors: Knowing one's emotions, managing emotions, motivating one, recognizing emotions in others and handling relationships. Researchers today are interested in finding the effects of emotional intelligence on employees and thereby, organizations, and analyzing the various other facets of EQ. Emotional intelligence improves individual and organizational performance. It plays a significant role in the kind of work an employee produces and the relationship he or she enjoys in the organization.
II. NEED FOR THE STUDY
In the modem competitive IT world, the concept of emotional intelligence plays a very crucial role. Research suggests that traditional intelligence i.e. IQ contributes only 20% to an individuals' success where as emotional intelligence i.e. EQ contributes 80% to an individuals' success. Women have a number of roles that they play throughout life. Work-life conflict occurs when time and energy demands imposed by the diverse roles cannot be efficiently met, as participation in one role is made increasingly difficult by participation in another. Due to the Indian social structure, prejudices and myths women employees used to face barriers in work environment. It is essential to test empirically that whether emotional intelligence has positive role on work life balance of women IT professionals or not. Therefore, the study has made attempt in that direction.
III. OBJECTIVES OF THE STUDY
The main objectives of the study are given below; 1. To examine emotional intelligence of women IT professionals in Bangalore city in relation to demographic, economic and work related characteristics 2. To study about role of emotional intelligence on work life balance of women IT professionals in Bangalore city
IV. RESEARCH METHODOLOGY
This study is based on primary data. The quality of data is invariably tied to the method and technique used for data collection. Hence, survey method through structured questionnaire is adopted to collect primary data for this study as it is found suitable for this research. Sample population of the study is women IT professionals in Bangalore city. Sample size is 383 which is determined on the basis of Krejcie and Morgan study. The study used snow ball sampling for this research. After the distribution of 400 questionnaires. 383 filled questionnaires were gathered from women IT professionals.
In order to collect the necessary data, a well structured questionnaire was used. The questionnaire consists of two sections. First section includes 10 questions about demographic information of respondents. The One way ANOVA Table -4 shows that there is a significant difference between age and emotional intelligence of women IT professionals. From this, it can be understood that emotional intelligence levels of women IT professionals differ on the basis of age of women IT professionals. Mean scores of one way ANOVA indicate that women IT professionals aged more than 50 years have high level of emotional intelligence (2.4839) followed by women IT professionals aged 20 years or less than 20 years (2.4555), women IT professionals aged 21 years to 35 years (2.2216) and women IT professionals aged 36 years to 50 years (2.1362). The one way ANOVA Table -5 displays that there is no significant difference between education and emotional intelligence level of women IT professionals. From this, it can be understood that emotional intelligence level of women IT professionals do not differ on the basis of their education. The One way ANOVA Table -6 shows that there is a significant difference between gross annual income and emotional intelligence of women IT professionals. Therefore, it can be observed that emotional intelligence of women IT professionals differ on the basis of gross annual income of women IT professionals. Mean scores of one way ANOVA indicate that women IT professionals having gross annual income of Rs 1,00,000 or less than Rs 1,00,000 (2.5055) possess high level of emotional intelligence (2.2850) followed by women IT professionals having gross annual income of Rs 3,00,001 to 5,00,000 (2.3546), women IT professionals having gross annual income of Rs 1,00,001 to Rs 3,00,000 (2.3465) and women IT professionals having gross annual income of more than Rs 5,00,000 (1.8465).
The one way ANOVA Table -7 displays that there is no significant difference between number of dependents and emotional intelligence level of women IT professionals. From this, it can be understood that emotional intelligence level of women IT professionals do not differ on the basis of their number of dependents. The One way ANOVA Table -8 shows that there is a significant difference between total experience and emotional intelligence of women IT professionals. So, emotional intelligence levels of women IT professionals differ on the basis of total experience of women IT professionals. Mean scores of one w ay ANOVA indicate that women IT professionals having total experience of more than 20 years possess high level of emotional intelligence (3.3900) followed by women IT professionals having total experience of 10 years 1 day to 20 years (2.8227), women IT professionals having total experience of 3 years 1 day to 10 years (2.2594) and women IT professionals having total experience of 3 years or less than 3 years (1.7036). It should be noted that when total experience of women IT professionals increases, then, their work life balance level also increases. The One way ANOVA Table -9 shows that there is a significant difference between experience in IT sector and emotional intelligence of women IT professionals. So, emotional intelligence levels of women IT professionals differ on the basis of experience in IT sector of women IT professionals. Mean scores of one way ANOVA indicate that women IT professionals having experience in IT sector of more than 20 years possess high level of emotional intelligence (3.4123) followed by women IT professionals having experience in IT sector of 10 years 1 day to 20 years (2.8011), women IT professionals having experience in IT sector of 3 years 1 day to 10 years (2.2339) and women IT professionals having experience in IT sector of 3 years or less than 3 years (1.7004). It should be noted that when experience in IT sector of women IT professionals increases, then, their work life balance level also increases.
Differences in emotional intelligence perceptions of the respondents on the basis of demographic, economic and work related variables are analyzed and discussed in tables -2 to 9 using one way ANOVA (F test). Based on such analysis, comprehensive conclusions can be drawn on emotional intelligence perceptions of sample respondents which are as follows:
•
The study results exhibit that women IT professional, who may be either married or unmarried, either completed graduation or post graduation, aged more than 50 years irrespective of number of dependents with gross annual income of Rs 1,00,000 or less than Rs 1,00,000 having more than 20 years of total experience and more than 20 years experience in IT sector has higher level of emotional intelligence perception.
• On the other hand, the study shows that women IT professional, who may be either married or unmarried, either completed graduation or post graduation, aged 36 years to 50 years irrespective of number of dependents with gross annual income of more than Rs 5,00,000 having up to 3 years of total experience and up to 3 years experience in IT sector has lower level of emotional intelligence perception.
IV.3. ANALYSIS OF ROLE OF EMOTIONAL INTELLIGENCE ON WORK LIFE BALANCE OF WOMEN IT PROFESSIONALS

Hypothesis
H": There is no significant impact of emotional intelligence on work life balance of women
IT professionals
In this part of the analysis, work life balance and independent variable are entered in to regression analysis. The independent variable is emotional intelligence and the dependent variable is work life balance of women IT professionals.
The Table -10 shows the model summary for the R, R2, adjusted R2 and standard error of the estimate. The R2 value indicates the percent of variance in the criterion (dependent variable) that is accounted for by the linear combination of predictor (independent) variables. Model 1 has R2 value of .642 which indicates the vmance accounted for by the linear combination of awareness about financial inclusion, factors causing financial exclusion and respondents' expectation gap towards financial services and products. The Table -12 shows that selected independent variable namely emotional intelligence has significant impact on work life balance of women IT professionals. The one way ANOVA (F test) in the table -11 for model -1 is also statistically significant. Therefore, null hypothesis is rejected and it can be concluded that there is a significant impact of emotional intelligence on work life balance of women IT professionals in Bangalore city to the extent of 64.2%.
V. CONCLUSION
The aim of the present study is to investigate role of emotional intelligence on work life balance of women IT professionals in Bangalore. Further, the study intends to analyze emotional intelligence of women IT professionals in relation to demographic, economic and work related variables. The study has found that women IT professional, who may be either married or unmarried, either completed graduation or post graduation, aged more than 50 years irrespective of number of dependents with gross annual income of Rs 1,00,000 or less than Rs 1,00,000 having more than 20 years of total experience and more than 20 years experience in IT sector has higher level of emotional intelligence perception. On the other hand, the study shows that women IT professional, who may be either married or unmarried, either completed graduation or post graduation, aged 36 years to 50 years irrespective of number of dependents with gross annual income of more than Rs 5,00.000 having up to 3 years of total experience and up to 3 years experience in IT sector has lower level of emotional intelligence perception. Further, this study has also found that there is a significant impact of emotional intelligence on work life balance of women IT professionals in Bangalore city. Brown, F. W., Bryant, S. E., & Reilly, M. D. (2005 Leadership & Organization Development Journal, 27, 
